In today's competitive market, these companies or organizations that take care of their employees and put them on the development and improvement of qualifications will be successful. This is due to the fact that the role of the organization is to provide development opportunities for their employees to deepen their knowledge and skills on a regular basis. In human capital management, trainings are a set of activities that empower employees to acquire new skills and qualifications. The main aim of the study was to determine the impact of trainings on employee development in the banks departments in the city of Czestochowa. Based on the obtained results of the research, it can be stated that in the opinion of employees, both managerial and first-line position, trainings have an important influence on three separate factors: the increase of ability to perform assigned tasks in a shorter time, the increase of work efficiency, and the increase of employees satisfaction. Furthermore, the conducted research proved that the participation of employees in trainings has a fundamental impact on their professional development path.
The essence and development of human capital -introductory remarks
The challenges of modern knowledge-based economy make it that human resources play an important role in the functioning of modern enterprises. It is dictated by the fact that people who work in the company, with their knowledge, education, and skills, are the pillar of modern business. As was rightly noted by G. Gołębiowska (2005, p. 8 
):
-the effectiveness of the organization's functioning starts with the efficiency of its employees, which in turn depends on their personality traits, education, experience, abilities, practical skills, attitudes, behavior, values, and motivation, -most of the dilemmas in the organization are due to human reasons, but on the other hand thanks to the people employed in the organization the problems are solved, -people are a strategic resource of the organization, because they are creative, have learning opportunities, are able to think conceptually, can see emerging opportunities and threats around the organization while using the former and eliminating the latter.
It can, therefore, be stated that workers, especially their knowledge and competencies, are the strategic resource of the modern enterprise, and that they are worth investing in. It results from the fact that the efficiency of the company's operations depends on the ability, education, experience, values, or attitudes of the employees (Palo, Padhi, 2003, pp. 3-16) . In this regard, employees' development process and their potential opportunities for improvement are particularly important. It should be emphasized that the development of labor resources refers to the company as a whole, because it affects the development of the whole enterprise.
In this approach, the development of human resources is captured in three categories, i.e.:
the organization as a whole, employee groups, and individual employees (Pocztowski, 2008, p. 274; Albrecht, Bakker, Gruman, Macey, Saks, 2015, pp. 7-35) . It is impossible not to agree with A. Stankiewicz-Mróz, according to whom the development of human resources contributes to the effective functioning of the enterprise on the market. For this reason, the company should (Stankiewicz-Mróz, 2007, pp. 251-252) :
-adjust the knowledge and skills of employees to current job requirements, -expand skills related to anticipating changes in the enterprise, -develop employees' self-control, -develop flexibility, and -strengthen the bonds of employees with the company.
The role of modern enterprises is also to create appropriate conditions for their employees to continuously and systematically raise their qualifications, which in turn will ensure their constant development and allow to continue to refresh the once acquired knowledge (Klonowska--Matynia, Michalczyk, 2011, p. 160) . In practice, enterprises have at their disposal a range of tools targeted at the professional development process of their employees, among which widely understood trainings are the most frequently used form of shaping the competencies of employees. The confirmation of the above are the considerations of E. Krzemień and R. Wolniak, according to whom trainings are the most common measure in the assessment of the personnel function in the scope of development of the competencies of human resources. They have become an indispensable form of learning helping enterprises adapt themselves and their employees to the new requirements and expectations of the labor market (Krzemień, Wolniak, 2015, p. 164) . In turn, in Łaguna's considerations, one can read that trainings are increasingly perceived as investments that are supposed to bring tangible benefits. Business boards recognize the negative effects of the lack of training -an organization that does not train their employees, does not help them acquire the skills they need, is not able to keep up with the changes and effectively compete on the market, and its products or services are gradually becoming less attractive. Therefore, trainings are an important element of staff development strategy and increasing the competitiveness of the company (Łaguna, 2010, p.116; Falola, Osibanjo, Ojo, 2014, p. 161; McNamara, 2008) . This is due to the fact that an effective training contributes to:
-reducing the costs of learning (mistakes), -the improvement of the effects achieved by the employee, team, and enterprise, -increasing operational flexibility by extending the scope of employees' skills, -attract high-quality employees by offering them opportunities to learn and develop, -increasing their scope of competences and skills, giving them at the same time work satisfaction, better remuneration, and the possibility of development within the enterprise, -increase employee's engagement encouraging them to identify with the mission and goals of the company, -assistance in managing change, allowing to understand the reason for this change, and providing employees with the knowledge and skills they need to adapt to new situations, -help in creating a positive atmosphere in the company, for example employees being oriented towards achieving better results, and -improvement of the level of services for a wide range of stakeholders, in particular for clients (Armstrong, 2000, p. 449) .
In the context of the above considerations, it can be concluded that trainings constitute the essence of human potential management in modern enterprises. What's more, their goal is primarily to enable the employees to increase their competencies, obviously used during work, and thus increase their contribution to the organization's effectiveness.
The study has a theoretical and empirical character, and its aim is to present the role of training in the development process of employees employed in Polish banks in Czestochowa City. The following research problems have been defined in relation to the problem adopted, which form the basis for the interpretation of the obtained research results:
-employee training leads to an increase in work efficiency, and thus affects the improvement of the quality of work at the bank, -participation in training increases competences and skills, therefore, they should constitute a permanent element of supplementing and gaining knowledge in the bank, and -training offered by banks affects the further development of employees.
On this basis, the thesis that trainings play an important role in the process of professional development was put forward.
Source material and research method
This article is an attempt to analyze and evaluate trainings in terms of their impact on an employee's development. The presented conclusions were formulated on the basis of the results of a survey conducted in November 2017 on a sample of 144 respondents, who are employed in the banks departments located in the area of Czestochowa. The research tool used in the study was a structured survey questionnaire. The research group was divided into two groups: managerial and first-line positions. The main difference between managerial and first-line positions is that the manager is an individual who oversees the job functions of a designated group of people, or coordinates the mechanics of a specific activity within an organization, whereas the nonmanagers (first-line positions) have a lesser degree of responsibility in a workplace than their management counterparts. In the case of this study, it was important to distinguish these two groups of employees to compare the effectiveness of the training dedicated to them. A nominal scale was used in the study, and all the questions were closed questions, i.e. predetermined answers.
The characteristics of the respondents showed that the study was attended by 104 people employed in the first-line position, and 40 people in the managerial position (72.7% and 27.3%, respectively). The respondents' analysis also showed that 98 women and 46 men participated in the study (68.2% and 31.8%, respectively). The dominant group in the study were people between 36-45 years of age (50% of the surveyed), those working in banking for over 5 years -81.8% of the respondents, and those in direct contact with clients -86.4% of the respondents.
It should be noted that the conducted research was fully anonymous and the participation in it was voluntary.
The collected statistical material was analyzed by using appropriately selected methods (analysis of the dependence of the Chi-square test χ 2 , T -Czuprow's coefficient of the convergence). It should be noted that in the prepared correlation tables, there were small numbers in particular cells, hence some categories were combined, i.e. the answers "I do not know" and "no" were combined into one category.
Trainings and professional development -results of the survey
Moving on to the main part of the analysis of the questionnaire, at the beginning the respondents were asked about the existing training system in the place of their employment.
The analysis of the research material showed that in the banks in which the surveyed employees work, there is a training system, which is confirmed by 90.9% of all the respondents (this fact is confirmed by all the employees employed in a managerial position, and in the case of the firstline employees, this fact was confirmed by 63.3% of the respondents).
Next, the respondents were asked whether they willingly improve their skills and deepen their knowledge, and feel the need to participate in the training offered by the bank (Figure 1 ). The analysis of the responses showed that 72.7% of the surveyed population is willing to participate in trainings, and 68.9% feel the need to participate in them. The detailed analysis
showed that, as in the previous question, this fact is confirmed by all the surveyed managers.
In their opinion, participation in trainings increases work efficiency and productivity, which is why they feel an increased need to participate. However, in the case of the second group, i.e.
first-line employees, the responses were varied. 8 employees (9.1% of the responses) stated that participation in trainings is imposed on them, and 17 employees (18.2% of the indications)
were unable to determine whether participation in trainings makes them satisfied or not. For this reason, only 31 respondents feel the need to participate in the offered trainings, because in their opinion the acquired knowledge will both facilitate and improve their decision-making. 43 of the surveyed first-line employees considered that participation in trainings is required by their position, as well as by changing rules and procedures, which is why they participate in thembecause they have to. 30 of them were unable to determine if they felt the need to participate in trainings or not.
The respondents were also asked whether the participation in the trainings organized by their bank met their expectations or not (Figure 2 ). According to 59.1% of all the surveyed (managers and first-line employees), trainings in which they took part fully met their expectations. 9.15% of the respondents could not comment on this question, and 27.3% of the surveyed employees considered that they expected much more and that many topics were not fully explained. While making a more detailed analysis, it should be stated that in fact the first-line employees were not completely satisfied with the trainings in which they participated. They felt that trainings should be more suited to their daily work, nevertheless, they are useful for them. The confirmation of the above is reflected in the answers to the next question regarding the thematic scope. According to 72.7% of the respondents, the thematic scope was fully exhausted, whereas of the opposite view were 27.3%
of the respondents, according to whom some topics were presented vaguely and sketchily.
In the further part of the survey, the respondents were asked what they expected from the participation in the trainings (Figure 3 ).
BANK EMPLOYEES EMPLOYED AT MANAGERIAL POSITION
gaining knowledge 34%
increasing competence 32% financial benefits 30% As can be observed in Figure 3 , the distribution of the responses of the two selected groups of employees is slightly different. Managers expect that the trainings will affect their knowledge (34%), which will increase their qualifications (32%) and will gain financial benefits (30%). In turn, first-line employees expect not only the knowledge development (23%) and increasing their qualifications (21%) or financial benefits (19%), but also they need to satisfy their professional ambitions (19%) and establish new contacts (18%). Such a discrepancy results probably from the position which they occupy in banks departments.
BANK EMPLOYEES EMPLOYED AT THE FIRST-LINE POSITION
Another issue raised in the questionnaire was to indicate the areas of the bank's operation which, in the employees' opinion, have the strongest impact on the trainings (Figure 4) . Similarly to the previous question, the distribution of responses in the two groups is slightly different.
In the opinion of the employees in managerial positions, trainings have the greatest impact on:
-the improvement of qualifications (22%),
-increased employee engagement (21%),
-bank development (19%), and -increased competitive advantage (18%). In the second group of the respondents, the impact of trainings is mainly observed in the increase of the employees' involvement (18%), then on the improvement of qualifications (17%), bank's development (15%), and the increase of competitive advantage (14%). It should be emphasized that the first-line employees selected an additional area affected by trainings, i.e.
BANK EMPLOYEES EMPLOYED AT MANAGERIAL POSITION
bank's success (14%).
Subsequently, the impact of different factors on trainings was also analyzed:
-work efficiency of employees, in particular the ability to perform assigned tasks in shorter time, -employee's satisfaction with the performed work, and -work efficiency of employees, i.e. the possibility of achieving better results.
Based on the obtained results, it can be stated that in the opinion of both managerial and first-line position employees, trainings have a moderate influence on these three factors.
Due to the purpose of the survey, the respondents were asked whether in their opinion the trainings would:
-affect the improvement of the quality of work,
-lead to the increased work efficiency,
-affect the development of employees, and -increase competencies and skills.
Due to the similar responses of both groups, Figure 5 presents a general summary of the responses, without a division into the occupied positions. On the basis of the data presented in Figure 5 , it can be stated that the respondents quite clearly responded to the questions, namely:
-90.9% stated that trainings contribute to the development of employees, and thus to the growth of productivity at work, and -81.8% stated that participation in trainings increase competencies and skills, as well as improve the quality of their work.
The respondents also confirmed that they made use of their knowledge and skills gained during trainings in the daily work in the bank (90.9% of the responses). Disturbing is the fact that 63.3% of the respondents share their acquired knowledge only when they need to. This attitude is related to the loss of a job.
Analysis of the relationship between the factors shaping trainings and the professional development of employees
The conducted research proved that the participation of employees in trainings has a fundamental impact on their professional development path. This is confirmed by conducting statistical significance pointing, on the one hand, to the existence of a relationship between the participation in training and the quality of training, and, on the other hand, to the existence of a relationship between the participation in trainings and the achieved effects.
Due to the fact that in all the cases χ 2 ≠ 0, it can be concluded that the value of statistics χ 2 indicates the existence of the relationship between the analyzed variables: the quality of training (Table 1 ) and the achieved effects (Table 2) . 1.25 0.51 x 1 -information obtained during training, x 2 -pace of training, x 3 -atmosphere during training, x 4 -received training materials, x 5 -usefulness of the transferred knowledge, x 6 -room equipment (overhead projector, laptop, blackboard, etc.), x 7 -usefulness of training materials, x 8 -compliance of the training period with the schedule, x 9 -manner of providing information (accessible, understandable), x 10 -quality of information provided during training.
Source: author's own research based on the survey.
The analysis of the received data (see Table 1 ) shows that the variables x 2 , x 4 , x 6 , x 7 , and x 10 showed a moderate coefficient of the convergence. The largest value of the Tschuprow's T coefficient occurred between the participation in training and the variable x 3 and x 8 shaping on the level T = 0.71, next x 9 -T = 0.66. Therefore, it can be concluded that the three identified features, i.e. the atmosphere prevailing during training, the timeliness of training, and the manner of providing information, have the highest impact on the quality of trainings and thus on the professional development. In turn, the variables x 1 and x 5 have reached its lowest value, which means that their participation in professional development is small. 1.25 0.51 x 1 -acquiring new skills, x 2 -increasing performance, x 3 -increased job satisfaction, x 4 -possibility of achieving better results, x 5 -acquiring new knowledge, x 6 -increasing competence, x 7 -satisfying its own ambitions.
Taking into account the achieved effects, it should be noted (see Table 2 ) that the determined variables showed a moderate (variable x 2 , x 3 , x 4 , and x 7 ) and strong (variable x 1 , x 5 , and x 6 ) coefficient of the convergence. Therefore, it can be concluded that all the variables referring to the achieved effects of trainings participation have a significant impact on the professional development of employees.
Conclusions
The considerations presented in the article (both theoretical and practical) confirm the advanced thesis that trainings play an important role in the professional development of employees, in particular they affect the quality and achieved effects of the activities of employees in the surveyed banking branches in Czestochowa. The confirmation of the above is also the analysis of statistical dependence. It should be emphasized here that professional development is influenced by many factors of different character, however, all of the studied variables contribute to the professional development of the employees from the researched banks departments in Czestochowa. Therefore, it can be concluded that participation in trainings increase competences and skills, so they should be treated as a permanent element of complementing and gaining knowledge in the process of shaping the career path. In the Authors' opinion, the research presented in the article should become the basis for further research in bank branches throughout the country in order to confirm the advanced conclusions. However, for this reason, the role of modern enterprises is to create development opportunities for their employees.
